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ABSTRACT. Work Motivation of China workers has always been one of the 
most interesting areas of many social scientists. They are interested in how 
、 
individuals can be motivated under the Socialistic remuneration system. With 
the opening up of the Country and change in policy of the Central Government 
w 
recently, the employment system as well as the remuneration package of the 
people may also suffer severe impetus. The scenario in the joint-venture 
factories is expected to be most typical. Though it is too early to judge 
whether the change is constructive or not. The aim of this project is to gather 
some information through questionnaires to around 500 workers who are 
working in joint-ventures of different industries trying to understand the • . 
thoughts of the workers. 
With the data, investors can understand how to handle the labor in China. 
The findings suggest that normal workers in joint-venture factories view 
"hygiene factors" much more important than "motivators." There are many 
reasons behind and will be discussed in detail. 
iv 
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”The Central Government does not have the money, so 
you go ahead to build (the zones) by yourselves and force 
yourself to be successful, “ senior leader Deng Xiaoping told 
Guangdong officials before Shenzhen, the first Special 
Economic Zone (SEZj, was born on August 26, 1980. 
, I n 1984, the Chinese leader, Deng Xiaoping, approved the formation of 
fourteen new Special Economic Zones (SEZs) in addition to the original four 
(Shenzhen, Zhuhai, Shantou, and Xiamen) which had been created in 1979/80. 
All of the SEZs are located in the coastal cities of China in order to further 
enhance the expansion of international economic cooperation, and thus speed 
up China's socialist modernization. 
With the support of Hong Kong Government, more and more 
manufacturers switch their productions from Hong Kong to Southern part of 
China in v iew of the relative lower production cost (both land and labor) there. 
This is demonstrated by the fact that more and more trucks and container 
vessel tractors travel to and from Hong Kong. In the first nine months of 1993, 
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Government statistics'' said that there were over 5.2 million truck vehicles 
travelled through the 3 borders (Man Kam To, Lok Ma Chau, Sha Tau Kok) to 
Mainland China. This is equivalent to nearly 20,000 trucks per day. Apart from 
、 
this, both Chinese and Hong Kong Government are preparing to open the border 
24 hours a day in order to cater for the growth. 
The importance of foreign investment in China can be seen from the 
following reversing pattern of output value in different types of enterprises. 
From 1980 to 1990 the share of state-owned enterprises in total national 
industrial output value decreased from 76 percent to 54.6 percent; that of 
collective enterprises rose from 23.5 percent to 35.6 percent; and the 
contribution of individual, private and foreign-funded ventures increased from 
0.5 percent to 9.8 percent. The degree of state-owned commerce in retail 
sales of consumer commodities dropped from 51.4 percent to 39.5 percent and 
that of collective commerce fell form 44.6 percent to 31.7 percent. Individual 
business in urban and rural areas, however, rose from 0.7 percent to 18.9 
percent. 
Nowadays, China's five SEZs - Shenzhen, Zhuhai and Shantou in 
Guangdong Province, Xiamen in Fujian Province and Hainan Island - are 
1 Statistics was gathered from Dec 93 report of "Hong Kong Air Freight 
Forwarders Association" 
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enjoying an economic growth rate much higher than the so-called 'Four 
Dragons - South Korea, Taiwan, Hong Kong and Singapore' in the region. 
、 
Shenzhen, for example, remained an unknown village bordering Hong 
Kong until 1980. With an annual industrial output growth rate of 69 percent, 
it has become an industrialized city famous all over the world. 
Most probably, over half of the existing factories in Special Economic 
Zones are under the management of Hong Kong entrepreneurs. High quality of 
performance in these factories would no doubt be one of the paramount 
concerns of these entrepreneurs. However, two questions arise immediately 
under this context, a) Are Western Motivational Theories applicable in this 
environment ？ b) Can Hong Kong enterprenuers apply the Management 
practices in Hong Kong identically in China ？ 
As more and more managers in Hong Kong are also assigned to take up 
management responsibility in China. Some of them might not realize that the 
context in China is in no way resemble that of Hong Kong. Simple and straight 
transference of their management techniques to China may not be appropriate, 
if not detrimental. The main purpose of the study is to help those Hong Kong 
managers who has been managing Hong Kong staff and workers for years to 
understand the work motivation of workers in China context. It is expected 
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that the huge contrast in the two environments require substantial differences 
in management skills. The Hong Kong managers are reminded to pay special 
attentions to certain aspects which may not be important to their Hong Kong 
： 
environment. 
Numerous researches have reported the problem of low work motivation 
in China. Factors that have been postulated as responsible for the low level of 
motivation and productivity include lack of an effective reward-punishment 
system, lifetime employment and ineffective "political thought work". Thus the 
labor systems have been tried, and "political thought work" is being enhanced. 
However, neither of them can be said to be very successful to solve the 
耆 
motivation problem and thus we are interested to see that if there exists 
nowadays some effective work motivators among the workers in the area. 
Furthermore, we would also like to see if there are some common ones. 
Anyhow, the purpose of the present study is not to justify these factors 
but to concentrate on an additional one which may be partly responsible for the 
low level of work motivation. There are too many reasons to explain how and 
why such phenomena developed. 
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CHAPTER II 
UPDATE SITUATION IN THE PEOPLE'S 
、 
REPUBLIC OF CHINA (PRC) 
Recent Development of Special Economic Zones 
After the late 1960s, SEZs were designated in South China as 
industrialization testing grounds, aimed to introduce some free market 
mechanisms and find a way to promote the national economy . 
Over the last decade, China gradually annulled or relaxed control on the 
non-stated-owned economic sector while making efforts to reform traditional 
patterns of public ownership. 
In China, a small business is broadly defined as an enterprise (state or 
private) wi th one thousand or fewer employees. Some small businesses 
operate under state and local government control while many others function 
freely in the Special Economic Zones. One of the results of China's open-door 
policy is the growth of small business operations, relative to the large state-
owned companies which until recently were predominant. 
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According to the deputy director for the State Economic Commission, 
these new, small businesses are very flexible and can turn out new products 
in shorter periods of time than other Chinese enterprises. In addition, they have 
become a major source of new employment^ and are providing much needed 
modern technologies. 
Individuals or groups that contracted with the state to conduct small 
business operations enjoy higher incomes than their counterparts who work for 
a monthly salary. Based on the contract or 丨 e a s e agreement, a percentage of 
profits is paid to the state while the remainder is used by the contractors for 
salaries, reinvestment, and a welfare program which includes community and 
/ or staff bonus. 
The successful operation of small businesses, especially in the SEZs' has 
prompted several reforms by the leaders of the coastal cities containing Special 
Economic Zones to attract both Chinese and foreign enterprises to the zones. 
The latter are termed 'special' primarily because businesses in the zones 
operate under more liberal administrative policies than other enterprises in 
China. For example, an enterprise in a Special Economic Zone can employ 
workers based on their qualifications and conclude labor contracts with these 
2 Statistics reveal the number of individuals engaged in commerce went up from 
897,000 in 1980 to 15.158 million in 1990. 
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workers as authorized by the state, regardless of the particular enterprises's 
needs and requirements. 
\ 
In our study, we will also concentrate on this kind of small 
enterprises/factories because it contributes substantial portion of the Hong 
Kong factories there. 
New Classification of Enterprises 
According to the new standard set by the State Statistical Bureau and 
the State Administration for Industry and Commerce, Chinese enterprises are 
now classified into nine categories in terms of ownership. 
The old standard for classification set 13 years ago can no longer adapt 
to the new situation with the deepening of the economic structuring and socio-
economic development. All enterprises, industrial and commercial self-
employed, business undertakings, which have registered with the administration 
for industry and commerce, shall be classified according to the new standard. 
The new standard, which incorporates Hong Kong, Macau and Taiwan 
Investment reflects the increasing importance of it in China environment. 
The nine categories of enterprises are : 
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1. State-owned economy, of which all the means of production 
belong to the State, comprises enterprises that are created with State-owned 
assets by central and local government institutions and social bodies as well as 
government institutions which operate in the way of enterprises with non-
government or only part of government funds. 
2. Collective economy, of which the means of production are owned 
by the collective, comprises all urban and rural enterprises funded by the 
collectives and enterprises that turned into collectively owned through the 
voluntary giving of rights by individual owners as recognized by the 
administration of industry and commerce according to the law. 
3. Private economy, which operates through privately owned means 
of production and employed labor, comprises all registered solely or jointly 
private-owned enterprises and private limited companies. 
4. Individual economy, in which an individual owns all the means of 
production, operates individually and owns all the income. 
5. Associated economy, a new category indicating enterprises jointly 
funded by enterprises of different sectors or enterprises and government 
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institutions, comprises merely closely associated enterprises wi th the status of 
a legal person. 
6. Shareholding economy, of which the entire registered capital is 
owned by investors in shares, comprises limited stock companies and liability 
V 
limited companies. 
7. Foreign invested economy, which refers to enterprises started in 
the Chinese mainland by foreign investors in line wi th Chinese laws, rules and 
regulations related to foreign economic relations, in the form of joint equity and 
cooperative ventures or sole foreign -owned enterprises, comprises Sino-foreign 
會 . 
joint-equity ventures, Sino-foreign cooperative ventures and solely foreign-
owned enterprises. 
8. Hong Kong, Macau, Taiwan Investment economy, which refers to 
enterprises in Chinese mainland run by investors from Hong Kong, Macau and 
Taiwan in the light of the Chinese laws, rules and regulations related to foreign 
economic relations, in the form of Hong Kong, Macau and Taiwan joint equity 
and cooperative ventures or solely owned enterprise comprises -- joint equity 
ventures, contractual ventures and solely Hong Kong, Macau and Taiwan 
owned enterprises. 
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9. Other economy, which refers to the category of economy other 
than the above eight categories, comprises the enterprises that would emerge 
fol lowing the deepening of the economic restructure, but can not yet be 
、 
classified. 
Foreign Funded Enterprises (FFEs) in 1992 and 1993 
The list of the 500 biggest industrial enterprises in China of 1992 has 
been made public recently by the Development and Research Center under the 
State Council, the center of Appraising Chinese Enterprises of the 
"Management World" journal and the Bureau of Industrial and Communications 
Statistical Bureau. 
According to the appraisal, 1992 was so far the year that big enterprises 
had grown at fastest pace. The appraisal also shows an appreciable 
development of the foreign-funded enterprises (FFEs). Five years ago, only 6 
such enterprises were among the biggest 500 and in 1992, there are more than 
30 to indicate a rapid growth of FFEs both in number and in scale. 
Import and Export trade in China's five special economic zones achieved 
rapid growth in 1992. According to statistics provided by the customs, the 
imports and exports of Shenzhen, Zhuhai, Shantou, Xiamen and Hainan SEZs 
in 1992 totaled US$24.3 billion, reaching an all-time high and accounting for 
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14 .7% of China's total imports and exports. Exports amounted to US$12.4 
billion and imports, US$11.9 billion, up 24.2% and 16.6% from 1991 
respectively. 
Import and export trade done by FFEs in the five f e c i a l economic zones 
in 1992 involved a total of US$11.65 billion, up 23% from 1991. Among 
these FFEs, Sino-foreign contractual joint-ventures attained the most rapid 
growth in imports and exports, standing at US$1.55 billion, up 43 .2% from 
1991. Imports and exports conducted by Sino-foreign joint equity ventures and 
whol ly foreign-funded businesses amounted to US$6.03 billion and US$4.07 
billion respectively, up 10.3% and 39.4% from 1991 respectively. 
Moreover, 48 ,746 foreign funded projects wi th an agreed foreign 
investment of US$57.5 billion were approved in 1992. Obviously there are 
huge growth of foreign investment in China in 1992. 
Contracted foreign loans stayed at the same level wi th the preceding 
year, but the loans actually used showed a 6.8% rise over the same 1991 
period. 
Vice-Minster of the State Planning Commission Gan Ziyu told a press 
conference on February 1993 that trade will grow in China in the 1990s at a 
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pace faster than the average annual growth rate of 11.5% in the 1980s and 
the scale of using foreign funds will also be broadened. 
、 
Gan Ziyu noted that in addition to its own effort, China will make use of 
international markets, funds, technologies and resources in the remaining years 
of the 1990s. 
He pointed to the substantial growth of China's imports in the last two 
years. In 1992, he noted, China imported goods valued at US $80.6 billion, an 
increase of 26.3% over the preceding year and a total of US$ 142.4 billion were 
imported in the ten years period. Calculated from these figures, China's 
9 
imports are likely to top US$400 billion in the 1991-1995 period. 
In the first half of 1993, 44,000 foreign-funded enterprises have been 
registered in China, a rise of 260 percent over the same period of last year, 
according to the statistics from the State Administration for Industry and 
Commerce. By the end of June, the number of foreign-invested enterprises in 
China has increased to 130,000 from previous figure of 84,000. 
An official also noted that the foreign-funded enterprises have made 
breakthroughs in expanding the investment scope and field. The investment 
volume of those enterprises totalled US$114.5 billion, registered capital of 
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US$71.5 billion, and US$44.4 billion was in use, 4.5,3.7 and 3.7 times these 
of the same period of last year respectively. 
He added that foreign countries and regions increasingly invested in 
China, reaching the figure of 103. Most enterprises came from Hong Kong, 
Taiwan, the United States and Japan. 
More Developing Zones to be opened 
In early 1993, the State Council has approved the establishment of 
another seven economic and technological development zones of State level, 
9 
bringing total number of the zones to 27 in the country. 
Instead of mostly in more developed coastal areas as the development 
zones set up previously, the new ones are all in the inland provincial capital 
cities or important river ports: Harbin in Heilongjiang, Changchun in Jilin, 
Shenyang in Liaoning, Hangzhou in Zhejiang, Wuhu in Anhui, Wuhan in Hubei 
and Chongqing in Sichuan. 
It is learned that the same policies for development zones in the coastal 
open cities will be practiced in the newly approved zones according to a State 
Council decision. 
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The first batch of development zones were erected in coastal open cities 
in 1984. Later, more of them were set up in Kunshan, Jiangsu province, and 
Daya Bay and Panyu in Guangdong province. It is learned that these 
development zones are concentrations of foreign investments, having absorbed 
a total capital inf low of several billion US dollars. 
A movement for setting up development zones has swept across the 
country since early 1992's rekindled fervor for accelerated reforms and 
economic growth. According to incomplete statistics, there are now more than 
8,000 development zones of various types in the country. But most of the land 
in the newly opened zones is still lack of developers. It is learned that the 
central authorities have decided to screen the development zones opened by 
the counties, townships and even villages so as to reduce the shrinkage of 
cultivated 丨 a n d and pool up all efforts for the building of the State and provincial 
development zones. 
LABOR IN CHINA 
"letting a part of the people get rich first and be followed 
by the rest later, “ concept of Deng. 
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Mr John S Henley and Mr Nyaw Mee-Kau started in their paper〗 that 
"labor is one of the key factors in the process of industrial growth in any 
economy. Whether China will achieve its objectives of modernizing its industry 
、 
by the year of 2000 under its current 'Four Modernization' Program is heavily 
dependent on the resourcefulness and skills of workers in the industrial sector. 
The Communist party devotes a lot of its efforts to indoctrinating Chinese 
workers but there is little empirical evidence as to what motivates workers." 
This introduction state very clearly the importance of worker's motivation to 
the success of China in the conning days. 
In the late 1970s Deng argued that for China to become rich part of the 
population would have to be allowed to become wealthy first and be followed 
by the rest later. The doctrine of equal income for all was no longer 
maintained. Individual choice and freedom in conducting business was now 
encouraged. The market mechanism was no longer considered anathema to 
socialism. 
Since the economic reforms have been introduced and China embraced 
a market economy, the vast and sprawling cities, towns and surrounding rural 
areas of the Northeast, East and Southeast (NEESE) along the coast have been 
3 John S. Henley, Nyaw Mee-Kau, The development of Work incentives 
in Chinese Industrial Enterprises - Material vs non-Material Incentive", 
1988 
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changing by the day, almost by the minute. People in these areas are, on 
average, better off than those inland. 
A 
However, the income gap between the regions across the country, from 
the NEESE areas to the inland areas is widening and the gulf between rich and 
poor is becoming bigger. As shown in the Table (1) the average income of the 
peasant in the NEESE areas in 1980 was about one and half times that of the 
inland areas and the figure increased to almost two fold by 1990. The gap has 
widened by 40 percentage points. A comparison of the richest with the 
poorest regions reveals a worse situation. 
9 
The Gap in Peasant Incomes Between the More Developed NEESE Region 
and Less Developed Inland Region* 
(Yuan, 1993 Prices) 
1980 1985 1990 
Average income per 
head in NEESE 249 534 
965 
4 Source : China Economic News, Autumn 93 
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Average income per 
head in inland 161 325 
498 
Ratio 1.55:1 1.64:1 1.94:1 
Table (1) 
Table (2) list the income gap of peasant in richest and poorest region. 
It can be seen that the ratio of the income 
The Gap in Peasant Incomes Between the Richest and Poorest Regions 
(Yuan, 1993 Prices)^ 
Average income per 
head 1980 1985 1990 
Richest Regions 
Shanghai 397 806 1665 
Beijing 290 775 1261 
5 Source : China Economic News, Autumn 1993 
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Tianjin 278 565 1069 
Zhejiang 219 549 1045 
、 
Guangdong 274 495 952 
Poorest Region 
Guizhou 161 288 435 
Gansu 153 255 399 
Ratios 
Shanghai/Guizhou 2.47 2.80 3.83 
Shanghai/Gansu 2.59 3.16 4.17 
Beijing/Guizhou 1.80 2.69 2.90 
Beijing/Gansu 1.90 3.04 3.16 
Tianjin/Guizhou 1.73 1.96 2.46 
Tianjin/Gansu 1.82 2.22 2.68 
Zhejiang/Guizhou 1.36 1.91 2.40 
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Zhejiang/Gansu 1.43 2.15 2.62 
Guangdong/Guizhou 1.70 1.72 2.19 
Guangdong/Gansu 1.79 1.94 2.39 
Table (2) 
between richest and poorest actually increase significantly from 1980 to 1990. 
Deng's concept of "letting a part of the people get rich first and be followed by 
the rest later" will probably prove to be one of the fundamental issues in the 
next wave of market economic reforms wi th so-called Chinese characteristics. 
Deng never intended a major income gap between the rich and the poor. But 
it remains to be seen whether China's decision makers will have the ability to 
prevent the gap getting ever wider and at the same time maintain the current 
high growth rate of the economy and an adequate balance in the rest of the 
economy. However, success in doing so will create a more stable political and 
economic environment for further socialist liberalization towards the year 2000. 
The Chinese Government have very clear guidelines on how the 
recruiting procedures as well as remuneration packages should be offered to 
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employees in joint-ventures. Details please refer to Appendix I®. Some of the 
provinces like Guangdong even prohibit recruitment of labor of other provinces 
and insist that priority should be offered to domestic peasants. However, the 
、 
fact is that most factories are not following this. The rationale behind again is 
that the factories believe that the package they provide can 'motivate' workers 
of other provinces better than domestic workers. 
6 Source : Hong Kong Staff Management, March 1993 




Business is like a wheelbarrow. Nothing ever happens until you start pushing. 
~ Anon 
I was made to work; if you are equally industrious, you will be equally 
successful. 
- -J .S . Bach 
Reviews on Western Motivation Theories 
Motivation is obviously one of the earliest & well-established theories in 
Management / Organizational behavior field. Basically, the theories can be 
summarized in 3 broad categories : 
Need Theories 
Need theories are based on the simple idea that work-related behaviors 
are directed to satisfying certain needs. Depending on the type and 
quality of that need, people will strive in, and out of, work to satisfy 
them. 
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Maslow's Need Hierarchy Theory - wi thout doubt the best-known 
theory is that of Maslow (1954). Maslow supposed that people have 
five types of needs which are activated in a hierarchical manner, and 
、 
then are aroused in a specific order such that a lower-order need must 
be satisfied before the next highest-order need is activated. Once a need 
is met, the next highest need in the hierarchy is triggered, and so forth. 
Alderfer's ERG Theory - this theory is much simpler in that 
Alderfer (1972) specifies that there are only three types of needs but 
that they are not necessarily activated in any specific order. 
Furthermore, any need may be activated at any time. The three needs 
w 
specified by the ERG theory are the needs for existence,「elatedness and 
growth. Existence needs correspond to Maslow's physiological needs 
and safety needs;「elatedness needs correspond to Maslow's social 
needs - the need for meaningful soda丨 relationships; growth needs 
correspond to the esteem needs and self-actualization needs in Maslow's 
theory - the need for developing one's potential. 
McClelland's Acquired Needs Approach, Herzberg's Two-Factors 
Theory etc. are all developed on the ground of "Need". Need theories 
can be characterized as 'push' theories in that internal drives compel 
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Equity theory - borrowed by psychologists from economics, views 
w 
motivation from the perspective of the soda丨 comparisons that people 
make among themselves. It proposes that employees are motivated to 
maintain fair, or 'equitable', relationships among themselves and to 
change those relationships that are unfair, or 'inequitable'. Equity theory 
is concerned with people's motivation to escape the negative feelings 
that result from being treated unfairly in their jobs once they have 
訾 
engaged in the process of social comparison. 
Expectancy theory - asserts that people are motivated to work 
when they expect that they will be able to achieve and obtain the things 
that they want from their jobs. Expectancy theory characterizes people 
as rational, logical and cognitive beings who think about what they have 
to do to be rewarded and how much the reward means to them before 
they perform the jobs. Expectancy theory specifies that motivation is 
the result of three different types of belief cognition that people have, 
namely Expectancy, Instrumentality, and Valence. 
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Equity Theory, Expectancy Theory are processes or cognitive 
theories. They can be characterized as 'pull ' approaches in which 
individuals undertake a kind of mental evaluation of a situation with 
A 
respect to possible courses of action and their consequences, and the 
force and energy put into subsequent activity is a function of that 
evaluation or calculation. Expected outcomes 'pull ' activity in a certain 
direction with a certain force. 
Reinforcement Theory 
Going back to the early history of psychology, the theory is associated 
wi th the Behaviorist school that became dominant for a time. For the 
帶 
Behaviorists, seeking explanations of human behavior by speculations and 
inferences about internal mental states was full of methodological difficulties 
and was unscientific. To be scientific, psychology must focus on phenomena 
that were observable and empirically verifiable. 
Whilst there are many theories of motivation, there are certain aspects 
of it that are widely agreed upon : 
1. Motivation is an internal state experienced by the individual. Whilst 
external factors, including other people, can affect a person's 
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motivational state, it develops within individual and is unique to that 
individual. 
、 
2. The individual experiences a motivational state in a way that gives rise 
to a desire, intention or pressure to act. 
3. Action and performance are a function, at least in part, of motivation. 
It is therefore important in our ability to predict and to understand 
actions and performance. 
4. Motivation is multi-faceted. It is a complex process with a number of 
帶 
elements and the possibility of multiple determinants, options, and 
outcomes. 
5. Individuals differ in terms of their motivational state and the factors that 
affect it. 
6. Furthermore, the motivational state of an individual is variable; it is 
different across times and across situations. 
Motivation, Ability and Performance 
Researchers and practicing managers generally accept the idea that 
employee performance is the result of many factors and it seems that the two 
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important variables that explains employee performance are (1) employee 
motivation, and (2) employee ability. These variables appear to be related as 
fol lows : 
A 
Performance = Motivation x Ability 
Motivation is the enthusiasm and persistence with which a person does a task. 
Abil i ty, on the other hand, refers to a person's task competence. The 
distinction between ability and motivation is relevant for many situations. 
However, not all of a person's behavior of performance can be explained 
by reference to motivation. Other factors such as ability, skill, or organizational 
support naturally play a part. * . 
Figure (I) diagrammatically illustrated the relationship between 
satisfaction-motivation-productivity. Obviously the model incorporates many 
motivation theories. 
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Figure (!) 
The Satisfaction-Motivation-Productivity Model 
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As might be expected, the intuitive argument that a satisfied worker is 
a productive worker was the first one to be made, largely as a result of the 
、 
Human Relations movement in the early 1930s. From conclusion being derived 
during the Hawthorne experiments, for a number of years it was accepted that 
if management provided a positive work environment for employees, they 
would show their gratitude by producing more. Herzberg's work suggested 
that the addition of motivators (as opposed to hygiene) will lead to greater 
employee job satisfaction. 
It was not until very recently, however, that researchers began seriously 
to consider the possibility that performance causes job satisfaction. Although 
this causal connection at first glance might seem illogical, a more thorough 
analysis reveals that the relationship may, in fact, be quite reasonable. 
The employee's job motivation is an indirect result of the rewards and 
need satisfaction supplied in the work place. Other factors, such as the 
organization's pay policies, the performance appraisal system, and benefits 
resulting from employment regardless of job motivation, also affect the rewards 
and need satisfaction supplied in the work situation. In some organizations, job 
behaviors have a more direct relationship to rewards and need satisfaction than 
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in others. The manager's knowledge of how direct or indirect the relationship 
is for the particular organization will be useful for analyzing. 
、 
In fact, most studies indicate that performance does not depend solely 
on motivational devices such as bonuses, awards, and promotions. Rather, 
performance also depends on factors such as quality of supervision, the realism 
of the objectives and quotas, the person's need for achievement, the type of 
task. Accordingly, the effectiveness of incentives will differ among industries, 
firms, and even colleagues. 
It is clear that non-compensation-related forms of motivation should be 
a part of the motivational package in most firms. Recognition is critical and, 
after a fair level of compensation, is a major motivational tool in many 
companies. 
Compensation-based incentives are also widely employed and extremely 
effective in many instances. However, when incentive compensation plans are 
to be used, they should be designed to support the firm's particular program 
objective. An incentive based on volume alone may encourage the workers to 
emphasize low-quality products. 
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In a study of compensation plans, it was found that the most frequently 
used was some combination of base salary plus incentive pay in the form of 
commissions, bonus, or both. 
、 
In this study, we will mainly follow the argument postulated in 
Herzberg's Two- Factor Theory which theorized that people are basically 
motivated by the need to (a) avoid pain and discomfort, and (b) self-actuate, 
or to continue to grow psychologically. Extrinsic factors that relate the 
avoidance need are termed hygiene factors and include such things as salary; 
job personal life; company policies and administration; and fringe benefits. 
Then there are those factors associated with positive work experiences, termed 
motivator factors, which includes intrinsic aspects of the job experience: 
achievement; recognition; meaningful and challenging work; responsibility; and 
opportunities for advancement and personal development. 
The motivator factors are intrinsic factors and give rise to satisfaction 
when experienced in the work setting. Providing opportunities to experience 
these factors would give satisfaction and create a higher level of motivation. 
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Western Motivation Theories applied to Chinese Cultural Context 
Cultural values serve as criteria for evaluating the meaning of various 
motivational techniques and the valences of their behavioral outcomes. Culture 
、 
is views as a set of shared meanings, transmitted by a set of mental programs 
that control individual responses in a given context (Hofstede, 1980a, 1991 ； 
Shewder & LeVine, 1984). Culture shapes the cognitive schema that ascribe 
meaning and values to motivational variables and guide our choices, 
commitments, and standards of behavior. 
Cultural values convey enduring beliefs, shared by the members of a 
particular culture, concerning preferable modes of conduct or end-states of 
existence along a continuum of relative importance (Rokeach, 1973:5). As the 
internal representation of culture value serves to evaluate the potential 
contribution of managerial practices and motivational techniques to employees' 
sense of well-being and self-worth. Motivational techniques that are congruent 
with the value system are positively evaluated and are most likely to facilitate 
behavior that lead to self-satisfaction. However, motivational techniques are 
likely to be rejected when they are incongruent with the cultural values, and fail 
to facilitate behavior that enhances self-satisfaction. Therefore, managerial 
techniques that are not consistent with cultural values are negatively evaluated 
by the self and are likely to result in negative motivation. 
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In Communist China, the situation is especially prominent since rewards 
(both financial and non-financial) are not directly proportional to inputs of 
individual. The iron bowl system prevails. There is not much incentive for 
individuals to be incongruent with the cultural or sub-cultural values. 
It is likely that motivation is affected by the culture and value system of 
a given society. A study conducted by Hsu (1971) shed some light on social 
behavior from a distinctly Chinese perspective and identifies three basic needs 
namely sociability, security, and status. More importantly, it was stated that 
each of these needs is satisfied through interpersonal interaction. That is, basic 
needs and motivation are essentially social phenomena. The satisfaction of 
above mentioned needs depends on being able to bring behavior in line with 
such social norms and expectations. The force to act is dependent upon the 
presence of socially sanctioned outcomes and of social recognition for having 
behaved in a socially acceptable fashion. 
There are important behavioral consequences of such an orientation. A 
key motivating force is the avoidance of social disapproval and being socially 
shunned. This leads to behaviors designed to protect 'face', to give a good 
impression to others, to maintain social harmony, and to achieve social 
acceptance. This is a significant re-thinking of motivation that avoids the 
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overemphasis on the independently operating individual of many Western 
theories, which seem to describe motivation and behavior in a social vacuum. 
One of the only few exceptions that has taken into consideration of the 
social factor is Social Facilitation Theory which suggests that employees are 
aroused by the presence of others who are favorably evaluated by them and are 
therefore motivated to perform well or to do whatever they can to project a 
favorable image. 
Moreover, should there be no open economic policy, China can never 
develop into a more energetic country nowadays. The "encouragement" of the 
r 
Government to the general public is the crucial factor. In a country having very 
low per capita income, the more effective method is to follow what Deng said, 
"let some of the people get rich first". This idea is supported by the 
Government by reducing or even exempting tax to enterprises in Special 
Economic Zones. Obviously the tough mentality of Chinese allows them to get 
hold of this golden opportunity firmly. 




The idea of the study was derived from two papers namely "The 
motivation of Workers in the People's Republic of China: A comparison of WorK 
Goals of Employees in Foreign-owned and State-owned Enterprises"^ by Mr 
Denis Wang and "Structure and Importance of Work Goals among Managers 
in the People's Republic of China"® by Mr Oded Shenkar and Mr Simcha 
* 
Roden. 
As explained in the earlier part of this paper, the major aim of the study 
is to try to assist those Hong Kong entrepreneurs who have invested or going 
to invest in China to better understand the working attitudes of China workers. 
Undoubtedly, the iron bowl system was one of the major causes of the 
work motivation problem in China. This issue arise because workers across the 
7 Hong Kong Journal of Business Management, Volume X, 1992, p.p. 19-36, 
Faculty of Business Administration, The Chinese University of Hong Kong 
8 Academy of Management Journal, 1987, Vol. 30 No.3 p.p. 564-576 
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border have been under socialistic regime/influence for over forty years. 
Cultural revolution for instance also prohibited workers to deviate from public 
thoughts and discouraged aggressive working attitudes of workers. All in all, 
、 
it is interesting to see whether the management style used to be very effective 
or successful in Hong Kong can work equally good if not better in the China 
context . 
Methodology 
For the sake of simplicity, the methodology and statistical instrument 
applied in this study will not be repeated here. However, briefly speaking, both 
of the studies were conducted by delivering close-ended questionnaires to « 
people, either managers or normal workers, and asked them to rate the 
importance of work goals. Although the former study compared the findings of 
t w o different groups {workers in stated-owned enterprises against that of 
foreign-owned enterprises) while the latter compare the work motivators of 
different countries sharing similar culture (comparing results of People's 
Republic of China wi th Hong Kong, Taiwan and Singapore), both of the studies 
demonstrated that workers wi th strong 'socialistic' influences have different 
motivational factors than the others. The studies inevitably demonstrated the 
belief that cultural or ideology differences would for sure give rather significant 
differences on work goals. 
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In this study, three companies were selected in this study (detail 
rationale of the selection, please refer to Sampling in Section V). They were 
given questionnaires and results are analyzed wi th the fol lowing theme : 
、 
i. To understand the key work motivators of workers in Southern China 
Special Economic Zones 
« 
- to see if there are any significant similarities/differences in work 
motivators among different representing industry; 
- to understand the relative importance of "hygiene factors" and 
"motivators" 
ii. Ideas on how to motivate Hong Kong workers are gathered by 
unstructured interviews wi th several managers in Hong Kong. 
髻 
iii. Results gathered in questionnaires are compared to 
a. The result in another paper namely "Management Motivation in 
Hong Kong9" which discussed motivation in Hong Kong context 
/ 
b. The findings during interviews in part ii above ； 
c. The result of the paper of Mr Denis Wang 
Regarding methodology adopted in this study, one very important point 
wor th mentioning is that in the questionnaires, the respondents were originally 
.. 
9 Robert G. Graham; Leung, Kwok. "Management Motivation in Hong Kong". 
ThP Hong Konn Manager, 23:2, 1987 P： 17-24 
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asked to "rank" the "importance" of the statements. This kind of "ranking" is 
actually cardinal concept. In another word, a respondent who ranks a 
statement w i th rank number 3 does not necessarily mean that he values this 
、‘ 
i tem three times as much as the item rank number 1 • Nevertheless, the 
number merely reflects or signifies the relative importance of the two facets. 
In v iew of the above mentioned, we have not applied much statistical 
analysis (standard deviation, confidence intervals, etc.) on the results (which 
are actually rankings only) since it wil l be in no way scientific. On the contrary, 
we prefer to stick to simple transformation but the idea of "rankings" is to be 
kept. 
SAMPLING 
Actually, the timing of the study was far from perfect. By the time the 
questionnaire was set, it was already close to Christmas. After that it was 
New Year fol lowed by Chinese New Year. Naturally, this was the busiest 
period for most of the factories as they had to produce as much as they can 
before the quota end. After that, most of the workers from other provinces 
went back to their native origins and won ' t be back until end of February. 
Thus it was real difficult to fix a good timing to conduct the questionnaires. 
i 
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Luckily, the writer has thought of these and well prepared for the 
aforesaid. The study was not started by simple random selection of companies. 
On the contrary, the writer selected seven companies that are personal friends 
of the writer. At the very beginning, the writer started unstructured interviews 
with them to see if they are suitable for the study. Moreover, the unstructured 
interviews were excellent opportunities to learn from them and understand 
more about the market. 
Besides, the managers were asked to explain how they think are the key 
motivational factors they have used in Hong Kong and China. Whether they 
have encountered differences in work motivations in supervising China and 
Hong Kong factories. 
Finally, three factories were selected out of seven. The reasons for the 
selection are very straight forward, that is, the three selected companies 
comprise of both similarities as well as differences : 
1. All three of them are factories formed by joint venture of Hong 
Kong investors and China parties; 
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2. The Hong Kong investors basically manage all the day-to-day 
business of the company except accounting etc.； 
3. All of them started their business in mid 1980s; 
4. The production of the three factories namely toys, shoes and 
electronics manufacturing are typical industries in the area ； 
5. All of them employ mainly China local workers ； 
6. Size of them are alike, i.e. 200-400 workers of which some of 
them are from provinces other than Guangdong ； 
7. All of the person in contact wi th are either owner or Management 
Level of the company so that the study can proceed more 
smoothly. 
Although Management and senior managers are the most important 
characters in a company, it is believed that normal workers which contribute 
over 80% of the headcount of the company also play certain influential role. 
So the study will concentrate on how and what are the key motivators that 
• 
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induce ordinary workers in a company. Moreover, as the number of senior 
managers are less than 20 on average in each factory, the result of the senior 
managers are simply discarded for such small sample size. 




The work facets adopted were similar to precedents. Some of the facets 
are hygiene factors and others are motivators. As it is learnt from the 
unstructured interview that the education level of the candidates is not high, 
the questionnaires are designed to be as simple as possible. Besides, the 
questionnaire just required interviewees to put down several numerical rankings 
on the questionnaires provided as they might not be very interested/capable to 
read lengthy and complicated papers. An open-ended question is stated to 
invite the interviewees to put down additional motivators they thought 
important. However, none of them has put down anything on that question 
although the interviewers has already encouraged them during the interviews. 
In order not to let the interviewees to query too much about the study, 
questionnaires were actually distributed to all level of employees, including 
senior managers, in the factory. 
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The questionnaire is included as Appendix 11. Anyhow, facets are listed 
below for references :-
The 13 facets are : 
、 
a. paid 
b. opportunity to learn 
c. gain working experience 
d. can work independently 
e. chance to work wi th overseas partners and enhance going 
abroad 
f. free hours 
g. interpersonal relationship wi th colleagues 
h. promotion opportunity 
i. welfare 
j. sense of belonging 
I. proximity to factory 
m. others , reasons to be specified 
Some background information of interviewees were also gathered to 
understand the demographics of the candidates. These include personal data 
like sex, age, educational background, native place, and some criteria that may 
“ 1 
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affect their choice like ' how many people they have to support in the family' , 
' h o w many large household appliances do they have', etc.. 
、 
9 
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CHAPTER VI 
RESULTS AND FINDINGS 
Since the aim of the study was to study only the work motivators of 
'ordinary ' workers, the result of 'non-ordinary' workers like Managers were 
simply put aside. Moreover, those questionnaires that were filled mistakenly 
(e.g. same rank given to different statement) or just partially were also ignored. 
Wi th special thanks to the Management of the factories, the overall response 
percentage is acceptable, i.e. at 74% overall. 
9 
1. Demographics 
Since it is expected that the personal particulars and background of the 
interviewees may affect the result of the rank orders. Some very basic 
information was put in the first part of the Questionnaire. Table (3) 
summarizes the non-quantifiable results. It can be seen that 
1 • Generally speaking, the results of the three different groups look 
alike ； 
2. Over 80% of the respondents are female ； 
3 Around 65% of them come from provinces other than Guangzhou; 
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‘ T a b l e .(3) 
Demographic Information of Interviewees 
飞• * 、 
ELECTRONICS TOYS SHOES TOTAL 
Number of Questionnaires distributed 172 190 120 482 
Number of qualified Questionnaires returned 138 77 357 
% of qualified questionnaires 83% 73% 64。％ 74% 
% of incomplete questionnaires 5% 11% 7% 9% 
% of othP:s (Managers, etc.) 12% 16% 29% 17% 
SEX (%) M 12% 30% 10% 1S% 
( ) F 88% 70% 90% 81% 
NATIVE ORIGIN (%) Guangzhou 49% 29% 20% 35% 
others 51% 71% 80% 65% 
EDUCATIONAL BACKGROUND below primary 102 121 56 279 
primary 18 16 20 54 
secondary 22 1 1 24 
teritary 0 q 2 2 
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4. Educational background is low (over 93% of them are either of 
primary educational level or below) - this is an expected result for 
、 
class of workers like this ； 
5. Although this study is not intended to test the relationship 
between ' the native origins of a worker ' wi th 'work motivator ' , it 
is widely expected that the mentality and workers from provinces 
other than Guangzhou would show certain differences as the 
scenario of them are quite unique. 
Though we have not applied any scientific test on the result being 
* 
gathered. Judging from the comments derived from unstructured 
interviews, these groups of candidates can well represent the general 
situation of workers in the area. 
Table (4) is the grouped socio-economic background information 
of the interviewees. The data is further analyzed and listed in Table (5). 
In Table (5), mean, standard deviation, and the coefficient of variance 
are calculated. Though the result of workers in different factories seems 
to be close, applying quantitative F-test to compare the result between 
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groups at confidence interval of 5% two-tai led, we can see that all three 
groups have their own specialties. 
、 
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Table (4) 
Socio-economic background of Interviewees 
ELECTRONICS TOYS SHOES 
Number of Questionnaires distributed 172 190 120 
Number of qualified Questionnaire returned 142 138 77 
AGE below 20 14 20 3 
21-25 30 39 46 
26-30 75 50 12 
31-35 12 26 2 
over 35 11 3 ^A 
NUMBER OF DEPENDENTS 0 7 2 1 
1 30 39 5 
2 90 38 10 
3 10 58 50 
A 2 1 5 
over A 3 0 6 
• » 
WORKING EXPERIENCE 0 - 1 10 17 23 
2 - 3 47 69 5 
4 - 6 61 28 19 
7 - 9 . 5 23 12 
1 0 - 1 2 19 0 8 
over 12 0 1 10 
TENURE IN ORGANIZATION 0 - 1 20 19 11 
1 - 2 49 32 31 
2 - 3 61 61 10 
3 - 4 0 18 10 
4 - 5 5 0 12 
over 5 7 、8 3 
NUMBER OF APPLIANCES 0 9 0 2 
1 34 38 16 
2 50 23 42 
3 20 13 8 
A 2 15 1 
over 4 27 49 8 






ELECTRONICS TOYS SHOES 
No. of Questionnaires 
distributed 172 190 120 
No. of qualified 
Questionnaires returned 1 朋 TL 
MEAN SD CV MEAN SD CV MEAN SD CV 
；AGE , , 27.05 4.29 16% 26.26 4.53 17% 27.37 5.21 19% 
NUMBER OF ‘ 
DEPENDENTS 1.84 0.82 45% 2.12 0.88 42% 3 1.18 39% 
WORKING EXPERIENCES 4.13 1.98 48% 3.89 1.95 50% 4.36 3.81 87% 
TENURE IN -
ORGANIZATION 2.14 1.5 70% 2.59 1.4 54% 2.71 2.18 81% 
NUMBER OF APPLIANCES 2.47 1.7 69% 3.11 1.68 54% 2.58 2.09 81% 
DIFFERENCES DIFFERENCES DIFFERENCES 
ELECTRONICS/TOYS TOYS/SHOES SHOES / ELECTRONICS 
AbsoluteRelativet-valueAbsoluteRelativet-valueAbsoluteRelative Walue 
AGE 0.79 3% 1.49 -1.11 -4% (1.57) 0.32 1% 0.47 
D E S D E N T S -0.28 -15% (273) -0.88 -42% (5.69) 1.16 39% 7.64 
WORKING EXPERIENCES 0.24 6% 1-03 -0.47 -12% (1.00) 0.23 5% 0.48 
TENURE IN 
ORGANIZATION -0.45 -21% (2.59) -0.12 -5% (0.42) 0.57 21% 2.03 
NUMBER OF APPLIANCES -0.64 -26% (3.18) 0.53 17% 1-89 0.11 4% 0.43 
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Again comparing the socio-economic and demographic data found wi th 
、 
the information 丨earned during interviews, it is concluded that these groups of 
respondents are rather typical in the present South China labor market. 
V 
Findings 
The results of the questionnaire are listed in Table (6) and Table (7). In 
Table (6), only the statement which was ranked number one were counted. 
The number of "number one votes" were then ranked again by the interviewer 
to demonstrate the relative importance of the twelve facets. Doing the ranking * 
like this can maintain the cardinal spirit of the ranks. Findings are listed below 
1. Respondents of the three different factories showed identical 
result in the two extremes ； 
- "reasonable remuneration" is the most preferred, 
- "opportunity to gain overseas contacts" and "others - the 
open ended question" ranked 11 and 12 respectively, i.e. 
the least preferred two. 
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“ Table .(6) 
Ranking of Work Goals 
Rankings of Work Goals By Business Sector 
ELECTRONICS T O Y S SHOES 
"V 
Number of Questionnaires distributed 172 190 120 
Number of quali f ied Questionnaires returned 142 1 . 7 7 
Reasonable remuneration 1 1 ^ 
fi 8 
Opportunity to learn new things ^ 
7 5 7 
Gather work ing experiences ‘ 
* 9 8 6 
Autonomy 
Opportunity to gain overseas contact 11 11 ^^ 
2 9 3 
More free time. 
fi 2 9 
Good personal relationship 。 
10 7 5 
Opportunity for advancement u 
3 4 4 
Good fr inge benefit • 
Sense of belonging and security 5 10 0 
4 3 2 
Convenient working location ” 
12 12 12 
Others 
Note : The smaller the number, the higher the Rank 
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“ Table (7) 
Mean Ranking of Work Goals 
V V 
RANKINGS 
ELECTRONICS TOYS SHOES 
nber of Questionnaires distributed 172 190 120 HYGIENE (H) / 
nber of quaiified Questionnaires returned 142 138 77 MOTIVATORS (K/ 
sonable remuneration 10.8 9.5 10.6 H 
,>ortuni1y to 丨earn new things 3.7 6 3.1 M 
•»er working experiences 5.7 6.2 5 M 
>nomy ” 2.5 5.5 7.2 M 
wrtunity to gain overseas contact 0.2 1-9 0.6 H 
^ free time 9.2 3.5 8.9 H 
od personal relationship 7 、 8.5 2.7 H 
>ortunity for advancement 1,8 5.9 Q ^ 
)d fringe benefit 9 7.3 8.1 H 
se of belonging and security 7.5 3.3 1.3 M 
,venient working location 8.6 8.4 10.5 H 
12 12 12 -srs 丨乙 
e ： The higher the number. the higher the Rankings 
Page ： 53 
2. Among the others, "convenient working location" and "more free 
t ime" are preferred to the others. 
Since the rankings are rather difficult to group or compare, the rankings 
were further processed in another manner by summing up all the ranks in each 
facet. The total is then divided by the number of questionnaires collected to 
obtain a "mean". Although this method is far from scientific, it is no doubt that 
it still keeps certain idea on relative importance while it is easier to compare. 
Again, it is due to this cardinal spirit that no other statistical analysis is 
conducted to compare either within group or between groups. 
黌 
Nevertheless, Table (7) showed the highest convergence as expected. 
"Reasonable remuneration" is the most important motivator of the workers 
whereas "opportunity to gain overseas contact" is the least preferred. 
The result found is not difficult to explain when the socio-economic 
background of the respondents are considered. 
1. 65% of the respondents are from provinces other than 
Guangdong. They come to Guangdong primarily for money. They 
Page ： 54 
are most eager to earn as much as they can in the shortest 
possible period of time so that they can return to their native 
place to rejoin their families and re-build their homeland. 
2. over 9 0 % of them are illiterate. Even they can read some 
Chinese, they cannot read or write foreign languages. Thus 
"opportunity to gain overseas contact" is rather remote for them. 
3. Again since the percentage of non-Guangdong workers are so 
high, this group of workers certainly prefer to have hostels rather 
than renting premises outside themselves. 
Unluckily, the questionnaire failed to gather other additional new 
dimensions on work motivations as none of the respondents had written 
anything on the open ended question. Naturally, this question is ignored during 
analysis. 
After understanding the general motivational factors, we divided the 
eleven facets into two types, hygiene factors and motivational factors. The 
classification is also shown in Table (7). Five of them are hygiene factors and 
the remaining six are motivational factors. Using the modified 'rank' in Table 
(7), the average rank of hygiene and motivational factors are 8.3 and 4.2 
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respectively. Again, the exercise demonstrated that workers tend to prefer 
hygiene factors to motivational factors. 
W 
9 
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CHAPTER VII 
MANAGERIAL IMPLICATIONS 
After knowing the importance of different facets to workers in South 
¥ 
China regions, we are more interested to see if the findings represent any 
significant difference from similar study in Hong Kong. 
In order to have more information, the interviewer further conducted an 
unstructured interview with another group (focused group) of traders who 
manager both Hong Kong and Chinese workers. Following points are gathered 
9 
to support the result :-
1 • Financial reward (the most paramount factor) must be 
competitive — 
Financial reward is no doubt the most effective 
motivational factor. This pattern is actually consistent with the 
"post-industrialization" hypothesis^® which suggests that in 
10 Changing Values and Political Style Among Western Publics, Princeton 
University Press, R. Inglehart, 1977. 
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developing or newly developed countries, such as Hong Kong and 
China, materialistic values are highly endorsed. However, Chinese 
workers, especially the non-Guangzhou workers, placed much 
more value on remuneration due to the low living standard there. 
On the other side of the coin, the turnover rate is quite vulnerable 
as workers may shift from one factory to another rather readily 
wi th some salary increment. The electronic company being 
interviewed reported on average 7 .5% and 9 .3% monthly 
turnover rate in 1992 and 1993 respectively. The estimated 
financial loss is RMB92,600 per month or RMB1J 11,200^^ in 
1993. Although the average turnover percentage should be 18-
‘ 20% in this area, any of these extra-ordinary percentage is high 
enough to create serious headache for the Managements team in 
the companies there. 
Fringe benefits - a value-added employee motivator 
Chinese workers valued fringe benefit higher than Hong 
Kong. This may be due to the fact that the genera丨 working or 
even living condition of Hong Kong is better than in China. Thus 
11 The company provides two week training to new recruits and the loss was also 
estimated from the scrap rate. 
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workers are less concerned about this factor. They value this less 
simply because they have taken it for grated that it is a basic 
element. There is no more need for them to strive or fight hard 
、 
for this. In some factories, the company even purchase round trip 
train tickets for the workers during big festivals like Lunar New 
Year. The main objective of this is to provide more fringe benefit 
for them and try to control the turnover rate. 
3. Encourage and assist workers to develop friendly relationships 
among workers 
Good personal relationship is ranked number three in China 
while it is number five in Hong Kong. This is again explained by 
the high percentage of workers from provinces other than 
Guangdong. For Hong Kong, individualistics prevails. In China, 
friendly relationship is very important. Some factories provide 
Karaoke, table tennis, etc. in hostels for the workers to develop 
a friendly environment. 
Provide hostels 
Although workers in both places consider 'convenient 
working location' as an important factor. It must be understood 
that the reasons behind differ. In China, the non-Guangzhou 
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workers need an accommodation. They are unwilling and 
unaffordable to find a place themselves. In Hong Kong, workers 
have better bargaining power as the labor supply is relatively 
insufficient. Unemployment rate continuous to be low. Thus 
even the unskilled workers can 'select' the job most convenient 
to them. 
[ Develop sense of belonging 
It is not surprising to see that job security and sense of 
belonging are rather low in Hong Kong. Comparatively speaking, 
the situation in China is even better than in Hong Kong. Managers 
also reported that sense of belonging for Chinese workers can be 
developed easily as time goes by. However, sense of belonging 
and security in Hong Kong is especially low. This may be due to 
the 1997 issue in Hong Kong. People do not feel save about their 
own future job or even safety on the whole economy as a whole. 
They are reluctant to make longer term commitments (this is 
demonstrated by the highly speculative atmosphere in Hong Kong 
now). All they want are some short term immediate returns. So 
long term plan and personal development are rather meaningless 
to Hong Kong workers but valued by China workers. 
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Select young and devoted workers 
Hong Kong workers are on average older than that in China. 
In China, bargaining power of employers are stronger and they can 
、 
pick only those young and energetic workers. In Hong Kong, 
youngsters who are aggressive prefer to have a chance in office 
while non-aggressive ones just refuse to do boring routine labor 
work. Thus, workers in Hong Kong are usually over thirty years 
old and most of them are housewives, etc. The managers believe 
that if proper training is offered to Chinese workers and allow the 
good ones to have better opportunities, they can be retained in 
the company. 
Although the study is rather straight forward, it successfully 
demonstrated that "ordinary" workers in joint-venture companies are more 
concerned wi th the basic items like salary, leisure time, convenient working 
locations, etc. Those factors on the "higher" end in Maslow's Hierarchy fail 
to arouse the working morale of them. 
Page ： 61 
To tackle the motivational problem in this environment, the most 
effective way must be providing what they are looking for. Satisfying them is 
the simplest way especially when these kinds of request is not very demanding. 
、 
However, one may argue that as time goes by, more factories being set 
up in the area would definitely require more labor and when it comes to a 
moment that supply of labor is getting tight. Then, other attractive measures 
must be made to retain the workers. Anyhow, at that stage, "hygiene factors" 
should remain to be one, if not all, of the critical factors. 
All in all, in this particular environment, direct and immediate incentives 
are the most useful tools to be used. 
- - E N D - -
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